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Responses to AG Sunshine Request regarding Educational Equity Consultants.

1. Any and all contracts with Educational Equity Consultants.

Invoice for parent presentations October 2019, Nov 2019, Feb 2020 (RVW)

2. Any and all materials provided for use in the district by Educational Equity

Consultants.

We do not have the slide decks they used.

3. Any and all contracts with similar companies that have provided equity,

diversity, social justice, etc. (see the original request) training to the district.

Just Communities - provided district-wide training on implicit bias

LGBTQIA+ Training and Discussion - 1/14

LGBTQIA+ Training and Discussion - 1/27

Midwest Consultants - 2021-2022 DLC Meetings

Jamie Welborn of Midwest Equity Consultants - May 2022

4. Any and all materials provided by use by similar companies that have

provided equity training to the district.

We do not have the slide decks other than these listed below:

Board of Education Equity training Session 1

Board of Education Equity training Session 2

https://drive.google.com/file/d/10BkHAX4QoNP_lu8glQQBFfYeaj0JidGv/view?usp=sharing
https://drive.google.com/file/d/1hMlO1-x6xeXwzXnHdw9jG4O-ULOIl2uW/view?usp=sharing
https://drive.google.com/file/d/18sr1I8ayFwRXGNS2UcZ6ESQEnW73W2h1/view?usp=sharing
https://drive.google.com/file/d/1Uziv68htoQe0ifvJVtfp5nP_dG972KE3/view?usp=sharing
https://drive.google.com/file/d/1symzUovLKExGyjbnUwtJswBACT_z1da1/view?usp=sharing
https://drive.google.com/file/d/1qlaL1lbxcDCtZ6vWe3bcfN7JISqfDZSv/view?usp=sharing
https://www.loom.com/share/7e9b877c52284eabab3de3534f33934a
https://www.loom.com/share/95d42cac96f9489981ea57fbbb8fa7ac


Note to File 1 of 2:  
 
Link and transcript below to Board of Education Equity Training Session 1 mentioned in 
responsive letter from Clayton received in 05-20-2022 email. 
 
https://www.loom.com/share/7e9b877c52284eabab3de3534f33934a 
 
 
Hello everyone. And welcome to the first part of a series of professional learning events that are 
designed to help introduce you to the culture proficiency framework. 
These particular asynchronous videos are designed to, uh, introduce you to this framework and think 
about the ways in which it can be embedded in all aspects of a school district. 
My name is Jamie Wellborn. I am the president of the Midwest collaborative for cultural proficiency 
and schools. Um, and we are delighted to be able to work with you asynchronously. 
And then later in 2022, uh, with you in person. So, um, just a little bit about, uh, me and, uh, my 
colleague, Dr. 
Marshawn Warren. First of all, I am an assistant professor at St. Louis university. Uh, I teach 
specifically, uh, research and I helped prepare those, uh, planning to become principals and 
superintendents. 
So, um, I spent my former years, uh, as a teacher and assistant principal in the Rockwood school 
district before going to the university, um, Marshawn and I have the privilege and honor of working 
with, uh, 23 school districts right now in the St Louis area. 
And just a little bit about my background or history. This work around the cultural proficiency 
framework started for me. Uh, several years ago with my PhD work, I was specifically wanted to 
investigate, uh, the use and value of culturally competent educational practices for school principals. 
Um, and from there really was able to learn about this framework, learn about how it can be 
embedded in all aspects of the school district, and really work to wards, increasing equity, access, 
and inclusion, and opening doors for all students in a system. 
So I'll pass it over now to Dr. Warren. Hello everyone. My name is Marshawn Warren and I currently 
serve Bellville district 2 0 1. 
Uh, if the director of human resources and the director of diversity equity and inclusion, um, as, uh, 
Dr. Welborn mentioned, I work with her and I'm a training associate, um, for MTC P S and the center 
for culturally proficient educational practice. 
Um, my background in this work, um, was also through my doctoral program where I wanted to 
investigate whether or not master's level, um, principal curriculum was truly culturally competent. 
So through that process and working closely with Dr. Wilburn, um, I just naturally became involved in 
this work. And so I am definitely looking forward to working with you all, both asynchronously and in 
person are while our cultural proficiency sessions are personalized for the school district of Clayton. 
Um, our professional learning outcomes always remained the same. And so throughout this training 
participants will learn from, and with others who are other leaders who are culturally different from 
themselves, they will experience cultural proficiency as both for personal and professional work. 
You'll use the framework of cultural proficiency and addressing equity access and inclusion issues in 
your schools, including developing a strategic plan for implementing the cultural proficiency 
framework and embedding it in all aspects of the district and in schools. 
And then finally use the tools of cultural proficiency to make intentional choices about the focus of 
your efforts as an educator, to serve all students, the learning cycle for our professional development 



work and the cultural proficiency framework, we will orient you or introduce you into, um, different 
learning topics. 
We'll reflect individually on our learning. You'll have an opportunity to discuss with your fellow 
school board members, what you have learned, and then from those discussions, of course, apply 
what you've learned or put your learning into action. 
And then after you have put the learning into action, of course, you will have an opportunity to 
evaluate, and then you'll continue that same cycle. 
So throughout, uh, this particular learning, you will have an opportunity to reflect, have dialogue with 
your fellow board members and then produce action. 
So today's agenda. We have kind of broken this up into four different blocks. So block one, we'll talk 
about cultural proficiency in you. 
Um, and in this black, we'll talk about core values. Our second block will learn and apply the tools of 
cultural proficiency. 
So what is cultural proficiency and why? And then of course have a introduction to the four tools of 
cultural proficiency. 
Our third block will apply the tools of cultural proficiency by collecting data on the continuum and 
deciding how to lead for change. 
And then finally in block four, we'll lead with action and have some strategic planning. So where are 
we now? And where is it that we hope to go? 
So because we're using the framework of cultural proficiency and specifically that word culture, we 
want to define it for you. 
Um, and we're using, um, some very well-known scholars that have written and studied, uh, culture 
specifically in the realm of education. 
So Loretta Hammond, uh, has written a book, culturally responsive teaching and the brain. And so 
she really defines culture as the way that every brain makes sense of the world. 
That is why everyone, regardless of race or ethnicity has a culture now in her book. And this, this 
actually guides one of the learning strategies that Marshawn and I use in trainings. 
Um, but she breaks culture down into surface, shallow and deep culture. And without getting into 
too much detail in this first, um, piece of it really, she, she uses a model of a tree and the surface 
level are the leaves, um, pieces of culture that really have a low impact on trust. 
And so when you think about cultural differences that exist, um, think about the cultural differences 
that exist between, um, you and your family members, you and some of your friends, perhaps you 
and other board members. 
Um, when you think about that surface level culture, what she says are these are things that, that 
people can usually observe by just being around you, um, but differences can exist. 
And there's usually not a lot of trust that can be broken. And so, um, really that means reduced 
conflict as a result of culture. 
Now, as you get down into the trunk of the tree and the roots of the tree, which, um, really 
correspond with that shallow and deep culture, the, the levels of trust can be broken in terms of the 
cultural conflicts that can exist, um, within those various pieces. 
So again, I don't want to get too far down into the red, a Hammond specific work, but I wanted to 
just, uh, throw that model out there of really how, uh, intertwined and I would say level culture can 
be now the other two blue boxes that you see there are the authors of cultural proficiency. 
And we'll talk a little bit more about that here in just a moment. The rate Terrell Randy Lindsay 
pecans and Corey Robbins and Dolores Lindsey have really centered their work around the cultural 
identity. 



So any cultural proficiency resource that you were to pick up, it would reference, I would say at least 
one, uh, perhaps more than one of these particular cultural identities. 
So Terrell and Lindsey said when a person's cultural identity is constructive, race, ethnicity, gender, 
sexuality, social class, language ability, religion, beliefs, traditions, and behaviors are all considered. 
Now the blue, the blue box below, uh, just brings in a couple more pieces. They call them 
characteristics in this particular definition, um, of human description. 
So things such as age geography, ancestry, history, um, physical ability, and they even get into 
occupation and affiliation. So we wanted to just throw these out before we get into the culture 
proficiency framework is just take a look at some of the scholars that have written on culture in terms 
of education. 
So here is just the reminder again. Um, I said that that the authors of culture proficiency have broken 
it down into nine, uh, cultural identities. 
So this would be a great time for you to involve yourself or engage in that reflection, dialogue, and 
action process. 
So as you think about who you are as a board member in the school district of Clayton, you all 
possess, or you hold these nine, uh, cultural identities. 
And so the question we would just like you to reflect on is who are you or who am I, um, and how do 
I show up for others again, as a board member in the school district of Clayton. 
So with, we'd like to just talk about one additional scholar here, as we enter into, uh, really 
introducing this framework to you. 
So Lisa Delpit wrote a book called other people's children, and really the notion of the book is, um, 
that she talks about educating other people's children. 
Um, specifically this quote we've pulled really, uh, focuses the efforts on why we would use culture 
proficiency in an educational setting. 
So we've all seen over the years as many reform programs come and go in attempts to, uh, increase 
student achievement, increased student wellbeing, uh, that continuous school improvement model, 
um, where we've all been through, no child left behind and various reform programs. 
And so this direct quote says, what should we really be doing? Um, the answer is I believe why not in 
a proliferation of new reform programs, but in some basic understandings of who we are and how 
we're connected and disconnected from one another. 
So this ties in a little bit to the slide just prior to this is, um, you know, what cultural identities do we 
share? 
How do those make us connected and disconnected from one another. But this also serves as a kind 
of a launchpad for the next few slides that you're going to see around our core values. 
And those core values really lead to everything we do and say, not only as people, but also as 
educators. And I would say board members, community members, students, staff, administration in 
the school district of Clayton. 
So core values of a culturally competent educator in order to be a great leader, you must clarify your 
values. And in order to clarify your values, you must look inward. 
So before you can consciously start your journey of cultural proficiency with the intent to provide 
equitable outcomes for all students in your classroom school or school district, you need to know 
clearly who you are and what your core values are. 
So as board members of the school district of Clayton, um, your core values, of course guide your 
leadership, um, and your role in the school district of Clayton to make decisions that are well-
informed and in the best interest of your faculty, staff, students, and community. 



So I want you to take a look at these 52 core values, um, and possibly take an opportunity to pause 
the video at this point and consider what you do or say that is in line with, um, these <inaudible> 
values in your role as a board member in the school district of Clayton. 
So now that you've had time to think about your own personal core values and how you show up as 
a board member in the school district of Clayton, what, how those core values guide, um, our 
behaviors. 
So the things that we say and do as board members, we want to shift now to thinking about the core 
values of the school district of Clayton. 
So here, you'll see this QR code. It should take you directly to, uh, your school districts link of the 
organizational values. 
And so at the beginning, I know Marshawn talked about how we personalize each and every training 
session. It's important that we take each school district where they are, what their vision and mission 
are, their core values, um, the, the strategic planning or the comprehensive school improvement 
plans that are already in place, and really demonstrate how this work can be embedded in what 
already exists within the school district. 
Um, that's really important to us. And so this is one of the learning strategies that we used with the 
administration. 
And now we would like you all to engage in a reflection, dialogue, and action process around these 
organizational core values. 
So what we asked with our administrators, the, the school district Clayton's administrators is to 
participate in, uh, answering four questions related to the organizational values. 
So what you all might do as a board of education is, um, divide up the core values and think about 
them, um, in relation to what do they actually mean? 
And do we, as a school district of Clayton, do what we say we do, that's the whole purpose of our 
organizational values. 
Um, and so, uh, of course, uh, because this is asynchronous, we won't be following the same 
protocol, but if you, as a board of education, find yourself wanting to, um, do the learning exercise 
just as the administrators did, here are the directions for that. 
So this'll be a good time again, to possibly pause the video and think through the core values of the 
school district of Clayton answering these four questions. 
So one, how do we define this core value? Again, this might be a great exercise as you think about, 
um, after your reflection, but having some dialogue with one another of how do we, as a board of 
education really define the particular core value. 
The second question there are, what are some examples of how this core value value is overtly 
demonstrated in our district? 
So this is where you might come up with some positive examples, um, ways in which these core 
values are impacting our students and our community. 
Um, if Marshawn, I were to walk through your hallways and visit your classrooms and attend your, 
um, sporting or art events or music events, uh, we would be able to see these core values in what is, 
um, what is the culture within those particular areas? 
So again, this column is just meant to list some examples of how those core values really show up in 
the school district. 
Now, the third question you see, there is actually the opposite. So we ask you to reflect is this core 
value actually covert or hidden? 
So if so, we ask you to think about what are the unarticulated contradictions or identity comes to this 
value. So this is where you might come up with some non-examples in our training and trainings. 



I know that we always use, um, certain examples, uh, just to kind of get you thinking around this. Um, 
but perhaps diversity, if that's one of the core values, are there ways that diversity really shows up 
right, that are not hidden, but what we're asking with the cohort value is, um, is there places where, 
uh, diversity may not be very overt where we don't see that diversity, that would actually be an 
example of how diversity could operate as a hidden value. 
Um, the next piece of this, the last question there is how might we use this information as we plan 
for increasing equity access and inclusion for all students? 
So again, this would be a great time for the board, the board members to come together, thinking 
about what does this core value mean specifically in terms of opening doors for students in the 
school district of Clayton, who simply are not thriving? 
What is it that we might do not only as a board of education, but as specifically as you think about, 
um, your guidance or governance around policies and practices, those types of things that, uh, we 
think about increasing equity, access and inclusion for all of our students in the school district of 
Clayton. 
So why cultural proficiency? So first and foremost, there are demographic differences in educators 
and school and students. Secondly, those differences produced conflict would have to be managed 
appropriately. 
Some students are not thriving in our schools and classroom. There are educational disparities, 
there's systemic oppression, and the framework provides tools for change, growth and improvement. 
Additionally, this framework supports equity, access and inclusion. And then finally, there are also 
other elements that are specific to the school district of Clayton that could be supported by the 
cultural proficiency framework. 
So cultural proficiency is a mindset. It's a worldview, it's a perspective, a mental model and a journey. 
Finally, cultural proficiency is a lens to view and experience our world in education reflection, 
dialogue, and action is key to, um, progressing through the framework of cultural proficiency and the 
four tools. 
And so you will hear that refer to, um, throughout these sessions as the RDA process, Because this is 
an introduction today of the culture proficiency framework. 
We wanted to put the authors that have come before us around this work and give you just a little 
bit of history. 
So, first of all, in the top left corner TLC, see where it says CCPE P that is the center for culturally 
proficient educational practice out in California. 
So we wanted to give you that link because within that, um, website, uh, you will find a whole host of 
resources in addition to what we've provided for you today. 
Um, the Midwest collaborative is actually an affiliate of the center for closer proficient practice. Um, 
the QR code there that you can scan on the right is actually a manuscript from Dr. 
Terry Cross that you will see on the far left there, Dr. Cross in 1989, he and his colleagues conducted 
a research study. 
They wanted to really look at the degree to which, uh, minority children with severe mental 
disabilities were receiving access to healthcare, specifically mental health care. 
And so from that study, the findings show that there were stark disparities between, um, race and 
ethnicity as it relates to receiving access to that care. 
So from there again, in 1989, he created the culture proficiency framework. So this framework 
actually started in the healthcare field now in the early nineties, just a couple of years later after 
reading the manuscript, Randy Lindsey and Ray Terrell, the next two individuals that you see there 



from left to right, uh, called Terry Cross and wanted to, to know how much they could pay them to 
bring that culture proficiency framework into education, Terry Cross said, go forth and do no harm. 
And so, um, that is part of what Marshawn and I, um, our mission is to make sure that we are 
providing resources to educators across this nation who are interested in using this framework, uh, 
to help increase again, equity access and inclusion in our school systems. 
So the, the two ladies there that you see could contenary Robinson, Dolores, Lindsey, they have also 
been, um, he authors in this work, if you were to, if you go to the CCPE P website, again, you'll find a 
whole host of, um, resources, articles, books that have been written, uh, by those that you see here. 
And we recognize we would not be able to do this work if it weren't for all of these scholars as well. 
So what is cultural proficiency? Proficiency is the highest level of competence, the personal values 
and behaviors of individuals and the organizations policies, practices that provide opportunities for 
interactions amongst students, educators, and community members. 
So if you'll see here to the left is the conceptual framework for culturally proficient practices. And the 
interesting fact about this framework is that it is read from the bottom up. 
So you'll see the bottom left, um, are the barriers to cultural proficiency. And there are four barriers 
to cultural proficiency, these barriers, service, personal professional, and institutional impediments to 
moral and just serviced to a diverse society. 
You'll see also that the barriers of cultural proficiency and through the, with the orange arrow right 
above it lead to or provide for unhealthy practices. 
So cultural destructiveness, incapacity, and blindness within your school community on the bottom, 
right? You'll see the guiding principles of cultural proficiency. 
And this is the second tool for cultural proficiency. You'll also notice that we kind of cross this area of 
ethical tension, that blue area in the middle. 
So in order for us to navigate from the barriers to assuming the guiding principles are, are a tool to, 
um, you have to kind of cross that area of ethical tension. 
And so the guiding principles, those are the values and belief statements that the cultural proficiency 
framework is built on. And you'll also notice with the orange arrow, the guiding principles are those 
values and beliefs statements of this framework inform the healthy practices that are present within 
the school district of Clayton. 
So cultural pre competence, cultural competence, and then of course, cultural proficiency finally, um, 
in the center there where we talk about the unhealthy practices and the healthy practices, um, and 
you cross that area of ethical tension or managing the dynamics of difference. 
Um, as you navigate from unhealthy to healthy, this center area here is called tool known as two or 
three, or the continuum of cultural proficiency. 
And so this provides the opportunity to identify what's working and not working and make the best 
of that. And, um, of course use the opportunity to make changes within the school district of Clayton. 
And then finally at the top tool for the essential elements for cultural proficient practices and the 
service to standards for personal and professional values and behaviors, as well as organizational 
policies and practices, you'll notice that the essential elements, um, listed into a four start with action 
verbs. 
So assessing, valuing, managing, adapting, and institutionalizing. So again, um, the essential 
elements, service standards for personal and professional values and behaviors, as well as 
organizational policies and practices. 
So one of the questions that we always get is, so that's a conceptual framework. How do we put it 
into practice? 



What does this look like day to day, month to month, year to year in a school system? So this 
particular graphic that you see is actually part of a book that's coming out here January 4th. 
Um, it really breaks down what teams do to actually apply each one of the four tools. So the circle 
that you see there in the middle represents the four tools of cultural proficiency. 
So we're not going to take the time on the video to read what each of the teams do for ease in 
applying each one of the tools. 
So we'd like you to maybe pause the video and kind of read through those yourself, as you will 
notice in our asynchronous and even our face-to-face work that we do, we will actually be practicing 
this meaning, applying the tools, um, given kind of what you see in the white boxes there. 
So again, pause the video, take a moment just to read how teams apply the tools to increase equity, 
access and inclusion. 
So, um, we know that we just ask you to pause for that particular application slide, but now we'd like 
to engage you in a reflection, dialogue and action process. 
So as Dr. Warren broke down each of the four tools of cultural proficiency in the framework, and you 
had an opportunity to read how teams apply each one of those four tools, we'd like you to, to type, 
take some time to reflect, but also if you have the opportunity to talk with other board members 
about, um, what did you hear as you, you heard about this conceptual framework for the first time, 
what resonated with you as a board member in the school district of Clayton? 
And then finally, what questions do you have at the end of this video? We will actually give you both 
a website or, sorry, excuse me, an email address and a phone number. 
And if you want to ask those questions prior to our face-to-face, uh, Marshawn, and I would be 
happy to answer any of those for you for clarification, um, or for a deeper understanding of what 
those tools are. 
So, um, another question again, is I know we mentioned where we're working in 23 school districts 
and how is this exactly going to work in the school district of Clayton? 
So again, this is very personalized. And so as we work with the administrators, um, we will be looking 
at, in what ways you all want this work embedded in your school system and Marshawn, and I will be 
facilitating conversations to build the capacity of the administrators and others. 
Um, if identified to embed it in the practices, the policies, the behaviors, uh, that exist within 
individuals in Clayton, so that we can make sure that we are moving towards continuous school 
improvement and really opening the doors for the school, uh, the students in the school district of 
Clayton. 
So some other implementation ideas, just to give you an idea of other work that Marshawn and I are, 
uh, invested in, uh, we've been working with districts, uh, schools anywhere from, you know, just this 
month to over five years in creating district level equity action plans. 
Uh, so looking at policies, procedures, looking at the vision and mission, and perhaps even the 
school improvement goals and, uh, looking for ways to embed this work in that work that, that 
already exists. 
Um, we're working with individual school buildings that have really looked at some of their practices 
and policies and identified, uh, they've conducted a data collection and, and I don't necessarily mean 
that quantitative data that, um, we typically look at, but, uh, personal stories, um, personal, um, 
examples of practices, policies, or behaviors, those things that they hear people say and do that 
really relate to, uh, helping students along their journey in the school district and making sure that 
we are reaching our vision and missions of the school district. 
Uh, you'll see a whole host of other, uh, uh, ideas, their curriculum rewriting. Uh, we've worked with a 
district who is currently currently, uh, building teacher cultural competencies. 



So, uh, they they've taken their evaluation tool and really look to see how might we embed the, not 
only the language of culture proficiency, but if we were to say, um, you know, all of our 
administrators, all of our teachers are culturally competent in the school district of Clayton. 
That's exactly some of the work that this, this framework can provide. Um, so again, if you have any 
questions about these Marshawn and I will be happy to have these, some of these discussions 
during, um, our face-to-face or again, if you want to email us or, um, uh, send a text message, call us 
that's appropriate as well. 
So now moving into block four, I know we didn't announce along the way when we were moving 
into the various blocks, but, uh, we always like to end our sessions with a reflection question to have 
people reflect on what is it that we kind of learned during the session and how might we use that in 
moving forward. 
This is where the action piece of the RDA process really comes to life. So a few questions, again, you 
may stop and do some reflection, um, around what are your vision and mission statements say that 
you do as the school district of Clayton? 
Um, to what degree do you believe, uh, you do, or w we do as a school district? Do what we say. 
We do, uh, the third question there, where are we now, and really, where do we want to go with this 
work? 
Uh, as you just noticed in that implementation slide, the possibilities are endless. Um, at the end of 
the day, what Marshawn and I want to do is build the capacity of the people working in the school 
district of Clayton, so that you don't need us anymore at a certain point. 
Um, and so we will talk along the way about, um, the, the language that we use, the processes that 
we use so that we are intentionally building, uh, the capacity for this work to not only be 
implemented, but sustained over time. 
Um, so that we truly see the change that we want to see so that we can say that all of our students in 
the school district of Clayton are thriving. 
So again, take some time to reflect. Um, it would be great if you could get together as a school 
board and talk about, you know, some of your re your learning around this and how you see this 
operating as a board of education. 
So the journey to cultural proficiency is not a place in which we will arrive. It is the journey of 
educating our youth so that all students thrive. 
So it's very important to remember that cultural proficiency is actually a journey. It's not a place 
where you should expect to be in five to 10 years because our society, our school community is 
dynamic and ever-changing. 
So you want to remember, again, that cultural proficiency is a journey, um, and you should not 
expect to arrive there. 
You should be continually growing and learning. So as promised, please feel free to contact us with 
any questions that you have about today's session. 
Of course, we know it's asynchronous, um, but we wanted to, we wanted to give you our email 
address as well as a phone number there, if you wish to text us. 
Um, we really would like to know in what ways that this asynchronous session has been helpful. So if 
you wouldn't mind, again, we won't text back unless you want us to. 
Um, but we would love to know how this has been helpful to you all as a board of education. Um, so 
again, we want to thank you for your time for listening to us today. 
We hope you've. We have provided you a little bit about, uh, the introduction really to culture 
proficiency, and we look forward to seeing you in January. 
Thank you. 



Note to File 2 of 2:  
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Hello, and welcome to session two of your asynchronous learning around the cultural proficiency 
framework, Dr. Welborn and I are here with you today to talk about tool two and two, three 
relighting, relying on the guiding principles as well as the cultural proficiency continuum. 
So again, welcome to session. Two of your asynchronous learning here is where we are headed. We 
began our work where we discussed, uh, core values and introducing you all to cultural proficiency. 
We'll be moving forward for session two, talking about the guiding principles and about the cultural 
proficiency continuum. Um, we will move from there to discuss the barriers and a little more work 
around tool three, which is a continuum. 
And then finally, we will end with the essential elements, equity action planning, and culturally 
proficient coaching. I won't read all of these learning outcomes to you. 
However, it is important for you to remember that we do utilize the RDA process, which is reflection, 
dialogue, and action. 
And for today's asynchronous learning, we will use the tools of cultural proficiency to make 
intentional choices about the focus of your efforts as a school board member, as well as educators to 
serve all students. 
So we've divided our agenda today into three blocks. Our first one, uh, cultural proficiency in you. So 
we'll discuss core values of culturally competent school leaders. 
In our second block, we will learn and apply the tools of cultural proficiency. Um, taking a look at tool 
two, which is the guiding principles of cultural proficiency and then tool three, which is the cultural 
proficiency continuum. 
And then finally, black three, we will have some action planning. So we'll consider where we are now 
and where we want to go. 
So in the first session of our asynchronous work, we had to reflect on your top core values as a 
person and as a school board member. 
So this time, what we want you to do is think about them through a different lens. Uh, some of the 
work that we did with administrators earlier, um, last month was to really think about what does 
being a culturally competent school leader look like. 
What would a culturally competent school leader really value and how would that guide their actions 
and behaviors? So a culturally competent school leader is effective in cross-cultural situations that 
affect their students, the communities they serve and the educators and staff members in their 
schools. 
So if you think about your role as being a school board member for the school district of Clayton, 
think about what core values really lead you to be effective in cross-cultural situations. 
The second piece of that there that you'll see is they are committed to serving all students at high 
levels, through knowing, valuing and using cultural backgrounds to examine change and implement 
policies, practices, and behaviors, those things that we say and do to open doors for all students to 
thrive. 



So again, we're asking you as school board members to think about what would be the top core 
values of a culturally competent school board member. 
So this would be a great time to, again, pause the video, take a look at the 52 core values and sort 
them into the three categories, uh, most important for a culturally competent school board member. 
Those that are somewhat important for a culturally competent school board member. And then 
finally those that are not really important at all for a culturally competent school board member. 
So again, those 52 core values here might be a good opportunity to hit pause on the video. So once 
you've really sorted those, what we'd like you to do is take your top five values that you say any 
school board member would be culturally competent if they held these core values in high regard. 
And so once you've identified those top five values, we would like to, uh, ask you to engage with 
your fellow school board members and decide on just one. 
So take some time to discuss those top five values that you all, um, decided upon that are most 
important for a culturally competent school board member. 
And again, narrow it to one once you've done that. What we'd like you to do is think about what 
daily behaviors, what a culturally competent school board member, um, do that really align to that 
particular core value. 
So again, these would be behaviors, those things that you say and do a school board members that 
would identify you really as a culturally competent school board member. 
All right. So this will be another great time for you to pause the video and discuss with your fellow 
school board members, how to lead with your core in the school district of Clayton. 
So our quote here leaders take every opportunity to show others by their example, that they are 
deeply committed to the values and aspirations they communicate. 
So again, take some time, pause this video and discuss leading with your core with your fellow 
members. All right, welcome back. 
So we are now going to take a close look at tool two, which are the guiding principles of cultural 
proficiency. 
So the guiding principles are the belief statements that educators can adopt to move practices and 
behaviors from the left or negative side of the continuum to the right or positive side. 
So if you remember from our last asynchronous learning session, we talked about reading this 
cultural proficiency framework from the bottom up and the bottom left talks about those barriers of 
cultural proficiency, which are the negative behaviors, unhealthy practices. 
However, today we're going to focus first on tool too. So we're going to cross that area of ethical 
tension, and we're going to look at the guiding principles. 
So there are nine guiding principles of cultural proficiency and those guiding principles perform a 
moral framework for conducting oneself and organization in an ethical fashion. 
By believing these nine statements, you will also see that this orange arrow points up to the right 
side of the continuum, which we will talk about briefly, but these belief statements inform the healthy 
practices that take place. 
So it's cultural pre competence, cultural competence and cultural proficiency. Alright, so tool to 
again, the guiding principles. So these are the positive, equitable, productive, healthy behaviors, 
policies, and practices. 
All right. So here again are the nine guiding principles. So for the sake of our asynchronous learning 
and giving you an opportunity to hear the principles, I will read, read each one of them to you, as 
you will navigate from this into, um, sometimes I'll work with your fellow colleagues around 
assuming and understanding this language. 



So first culture is a predominant force in society. People are served in varying degrees by the 
dominant culture. People have individual and group identities. 
Diversity within cultures is best and significant. Each cultural group has unique cultural needs. The 
family as defined by each culture is the primary system of support in the education of children. 
People who are not part of the dominant culture have to at least be by cultural school systems must 
recognize that marginalized populations have to be at least by cultural. 
And this status creates a distinct set of issues to which the system must be equipped to respond 
through culturally proficient educational practices, inherent and cross-cultural interactions are social 
and communication dynamics that must be acknowledged adjusted to and accepted. 
So what we want you to do is consider these two questions and then pause the video so that you 
can have time to discuss them with your colleagues. 
So first, what does this guiding principle or each of these guiding principles mean to you as board 
members? And then second, what do these guiding principles relate to? 
Or how did these guiding principles relate to what we are trying to do in opening doors for all 
students in the school district of Clayton? 
So at this time we're going to move into tool three. I want to speak about this tool because tool two, 
guiding principles and tool three, the continuum as Dr. 
Warren pointed out are intertwined with one another. They really operate, uh, together. And so the 
continuum of cultural proficiency helps teams identify policies, practices, and behaviors that produce 
an equities and deny access and then create opportunities to change them. 
So when we get together at the end of January in a face-to-face session, we're actually going to 
engage in some dialogue, as well as data collection around the cultural proficiency continuum. 
You can see here in the framework that there's a left side, really it's called an unhealthy, uh, side. And 
there's also the right side that, that really informs all of those healthy practices, procedures, and 
policies. 
So for today's purposes, um, we're really going to look at just the right side, but what we want you to 
know about the culture proficiency continuum is it really provides educators, the opportunity to 
identify policies, practices, and procedures that may not be impacting their students in the positive 
way that they intend them to. 
And so this sometimes is where we can see those, um, academic gaps, um, other disparities in 
education, perhaps it's discrepancies in certain data pieces, it's those policies, practices, and 
procedures that if we can identify how we might open the doors for certain students who are, are not 
thriving, that we can really rely on this continuum to see the great picture. 
So here, you'll see, along the cultural proficiency continuum, there are six points on the continuum, 
cultural destructiveness, incapacity, and blindness are on the left side. 
When we get together in January, we will explore these with a little bit more depth, but for today's 
purposes, we're going to focus in on the side. 
That's really about transformation. So when we think about creating a culturally competent system or 
culturally competent school district, we really have to rely on, um, being able to celebrate what we're 
already doing. 
That's opening doors for the students who aren't thriving. Um, and so those particular areas fall into 
three categories, cultural pre competence, cultural competence, and cultural proficiency. 
So this might be a good opportunity to just pause the video and read what is actually in this 
continuum. Um, again, you read this continuum from left to right, the barriers tool. 



One really do inform those three boxes on the left and the guiding principles. As we explore just 
earlier, really inform all of the policies, practices, and procedures that are already existing within the 
school district of Clayton that are pre competent, competent and proficient. 
So as I move to the next slides, what we're going to do is go through each one and provide some 
examples for you of what culturally pre competent practices culturally competent, as well as 
culturally proficient practices look and sound like. 
So to begin cultural pre competence. So the key word here is really beginning to know what we 
don't know in culturally pre competent behaviors. 
Oftentimes you will see people talking about the issue, um, looking at data what's missing from 
being pre competent is the action that actually addresses that issue or helps to narrow those 
academic or educational gaps. 
So if we go back just a little bit to what Dr. Warren mentioned that, uh, differing worldviews cultural 
pre competence fits right up against that differing worldview. 
And so, um, while these practices policies, even behaviors are healthy, they produce equity, uh, 
within a school system. It's important just to mention that you're not quite there yet. 
You're not to that point of cultural competence. So let me explain just a little bit more about that 
using some of these examples. 
So short-term professional development or PD is event based and not really data-driven. And so if 
you were to look to your district's professional development plan, we would want to make sure that 
data is really driving that professional development plan. 
If it's not, this is really a culturally pre competent again, professional development is good. It is what 
actually happens with the learning around that professional development that moves it from pre 
competent up to cultural competence. 
The second one that you'll see there is episodic events, such as women's history month, black history 
month international night. Again, these are not things that should, should be taken away. 
Um, but what we want to make sure is the students that are attending our school system, who want 
to make sure that they see people like and different from themselves throughout the year, we want 
to make sure that they feel celebrated and recognized value throughout the year and not just one 
particular month during the year. 
So again, taking that from pre competent to competent would be, um, those students, those 
community members, again, feeling valued, um, seeing themselves in the curriculum, uh, and 
resources that are presented within the district as well. 
The next one, there is begin to recognize issues of disproportionality, such as gifted student 
identification, uh, discipline data, even members of certain clubs. 
So as you think about the school district of Clayton and, and those processes that exist, the key word 
here that keeps this one in the pre competent category is beginning to recognize. 
You'll notice that there's not action, but to that in terms of changing policies practices, that would 
help open the for students in some of these areas, such as the gifted program, such as disciplines, 
such as members of certain clubs, here's something that someone might say that's pretty competent 
as well. 
We are trying to teach the kids who used to go to school here. Um, again, taking that, uh, it's good 
that we are still teaching the kids, but taking it to pre-con or to competence would mean that we, we 
begin to think about our policies and practices and change them if necessary for the, for the 
students that are currently attending the school are full system. 
The next one is reading a book or attending a presentation about an ethnicity and even a cultural 
identity, different from your own to learn about your students. 



So this is a really popular one. One we see all the time such as book clubs or book studies, or, um, 
people attending certain professional development events. 
Those are all really great. They are pre competent unless the new learning that's occurring from the 
new reading, the new Twitter followers, the, uh, or followings, the, um, the, the new knowledge you 
gain from a presentation it's pre competent until it's actually put into action and impacts the 
practices that we see either as of leading a school building or even teaching with inside the 
classroom here, you'll also see microaggressions present here. 
Um, and these are those seemingly isolated comments, but if repeated over time can become 
harmful. And so, um, again, why some people may ask why is this in the cultural pre competence 
area? 
In what ways could microaggressions be, um, producing equity or producing? Remember the key 
word here of cultural pre competence is we're beginning to know what we don't know. 
Unfortunately, some microaggressions when people are asking questions to get to know somebody, 
um, without that, that relationship formed prior to it may actually become a microaggression, but it 
could have a benefit for the person that's trying to gain knowledge around a certain cultural identity. 
So that's why that one actually appears in cultural pre competence when we get together. Um, you'll 
notice that that microaggressions also fit with the cultural blindness category, um, which is up 
against that ethical tension line and differing worldview line as well. 
So at this point, I want to move to where we want to be. If we were to say, you know, this is the 
meets category, this is where, what we're aiming for. 
Cultural competence, actually not cultural proficiency is where we're aiming for. So cultural 
competence is where we start doing. And speaking up a key word here is change or action. 
So some examples of cultural competence, our students and visitors can see images like and 
different from them. I would say throughout the year. 
And I would say through all aspects of the school district, another opportunity, or another example 
here is the school is using dis-aggregated data to drive decision-making. 
So they're not just looking at it. They're not just beginning to realize what the data looks like, but 
they're actually using that this, uh, segregated data to make changes, whether it's with policies or 
practices or even individual behaviors. 
The next example, there is, uh, access data gathered and analyzed for developing strategies, for 
inclusion, including, but not limited to gifted advanced placements and sports. 
And so the key words there, again, I said, change and action. So not only is that access data 
gathered, but it's also analyzed for developing strategies. 
So that's where you see the change. We're not just gathering it, analyzing it, talking about it, but we 
push to the next level of action. 
Um, this is something you may hear someone say, I noticed voices of our families who practice Islam 
are not present. 
We cannot make a decision until we engage them. So this would be a school administrator stopping, 
um, stopping a meeting because they realize that everyone's voice is not in the room and making a 
decision could actually cause more harm than good. 
And so that would be a culturally competent, um, behavior, finally differentiating instruction or 
assessment to effectively support all learners. That would be something that is culturally competent. 
Now I want to move to the very last one here before we wrap up today. So if we move past where we 
are intending to be meaning, uh, developing a culturally competent education system, um, we land 
in this category of cultural proficiency. 



So I want to just, um, read some of these because I think it really speaks to what culture proficiency 
is. 
Now there's a key word here for cultural proficiency and that is advocacy. And so not only are you 
changing practices to help meet the needs of the students that attend the school district of Clayton, 
but you take it a step further. 
You begin to advocate based upon the things that you say and do for social justice for doing what's 
right for students, especially those students who are not thriving in your system. 
So culture proficiency is really lifelong learning about self and others. So a practice would be 
involving yourself or adopting the mindset, um, that this is a process that it's never going to be over. 
So one of the things that Dr. Warren and I often talk about is we aren't culturally, culturally proficient. 
We can't ever work in a place that will become culturally proficient. 
Now I know that may sound kind of strange coming from two experts that, that do this work around 
culture proficiency all across the nation, but it's important to realize that cultural proficiency is a 
process. 
It's not something that will ever be over and that we check the box and the reasons are very simple. 
Um, we can't know everything there is to know about everybody. 
And we know our school communities are continually changing. And so we, as an education system, 
want to make sure that we have tools to critically look at. 
Um, and I would just use the bottom when they're, for example, we learn how to surface examine 
challenge and change if necessary, personal and organizational behaviors, policies, and practices that 
really speaks to the heart of what culture proficiency it is. 
Um, it's really a lens by which we can educate, I would say, successfully educate all students that 
attend our school district. 
All right. So as we think about action planning for the remainder of 2122, um, we want you to take 
some time to reflect on what you know about the district, the school or the different departments, 
um, within your schools related to equity, access and inclusion. 
So, given your role, think about what might be a leverage area of your practice or leadership in which 
you could examine, um, for raising equity and opening doors for Clayton students. 
Secondly, how might you begin to use the language of the guiding principles of cultural proficiency 
and the reflection, dialogue action process to increase equity and access for Clayton students? 
Third, where do you want to go during the 2122 school year? What would equity look like sound like 
or be like in your leverage area? 
And then finally, what is one action you can take as a school leader to get there? So we, again want 
to thank you for your time today. 
Um, we are eager to be with you all at the end of January, so that we can have some conversations 
around this culture proficiency framework and how you all might use the tools of cultural proficiency 
and your particular role as school board members in the school district of Clayton. 
So again, we have given you our email address there. If you want to email us with any questions we 
know, uh, it's, it's a couple months before we will see you. 
So we want to give you the opportunity to engage with us asynchronously, uh, past just watching 
this video. So again, you have an email address there as well as my phone number. 
If you, um, are willing, please, uh, send us questions and, or tell us the ways in which today has been 
helpful to you. 
So thank you all very much. We appreciate your time and we look forward to seeing you soon. 















Katie	M.	Heiden-Rootes,	PhD,	LMFT
108	N.	Clay	Ave,	Ste	200

Kirkwood,	MO	
khr.lmft@gmail.com

Payment due upon receipt.

Date: 1/27/22
Billed	to: School	District	of	Clayton,	Clayton,	Missouri,	63105
Services	provided:	 Training
Cost: $175	per	hour
Provider: Katie	Heiden-Rootes,	PhD,	Licensed	Marital	&	Family	Therapist

 NPI #1205077187, Tax ID #82-2430303

Date	of	Service Time
Amount	
Due

Date	
Payment	
Received

Payment	
Method

Amount	
Received

Prep	Time 1	hour	 	$		175.00	
1/25/22 1.5	hours 	$		262.50	

total $437.50 total	paid $0.00

total	due $437.50
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